This article analyses the influence of accent on discrimination against immigrants by examining the hypothesis that accent leads to discrimination only in more prejudiced individuals, merely because people speaking with a native accent are perceived to be better qualified than those whose accent is nonstandard. In Study 1 (N = 71), we found that only prejudiced individuals use accent to discriminate against immigrants. In Study 2 (N = 124), we replicated this effect and found that the influence of accent on discrimination is mediated by the perceived quality of the accent. Study 3 (N = 105) replicated the previous results even after controlling for the effect of stereotyping. These results are the first experimental illustration of the hypothesis that accent triggers intergroup discrimination only among prejudiced individuals because they evaluate native accents as being qualitatively better than accents of immigrants, thereby legitimizing ingroup bias.
Non-standard accents are one of the most salient characteristics of individuals from other countries who come to live, work, or study in a host country. An accent identifies and potentially stigmatizes people as not being native born (Derwing & Munro, 2009; Moyer, 2004) or not being native speakers (Kinzler, Dupoux, & Spelke, 2007) . In fact, more than 40 years of research in this field has established that a speaker's accent constitutes an important part of his/her social identity and conveys a considerable amount of information that is useful in evaluating a target (Edwards, 1999; Giles & Johnson, 1987; Gluszek & Dovidio, 2010; Lippi-Green, 1997) . This occurs because accent plays a central role in the way individuals categorize speakers into social groups, especially in relation to ethnic categorization (Rakić, Steffens, & Mummendey, 2011) . Indeed, previous research suggests that non-standard accents are associated with negative evaluations of the speaker (e.g., Fuertes, Gottdiener, Martin, Gilbert, & Giles, 2012; Grondelaers, van Hout, & Steegs, 2010; Hosoda, Stone-Romero, & Walter, 2007; Ko, Judd, & Blair, 2006; Lev-Ari & Keysar, 2010; Lindemann, 2003 Lindemann, , 2005 , because the accent elicits native individuals' negative attitudes towards the social category to which the non-standard speaker belongs (Boyd, 2003; Bresnahan, Ohashi, Nebashi, Liu, & Shearman, 2002; Fuertes et al., 2012; Lindemann, 2003) . However, as far as we know, no research has yet been published demonstrating the influence of accent on actual discrimination against non-standard speakers, nor has there been any elucidation of the social and psychological process underlying the accent effect.
Specifically, we do not know yet whether accent is sufficient to lead to discrimination against non-standard speakers or whether this discrimination is caused by a combination of accent and a negative evaluation associated with the social categories that the accent reveals. In this paper we shed light on this question by proposing that a target's accent leads to discrimination against a person only when listeners already have a prejudiced attitude against the social groups to which the target belongs. This possibility suggests that the mere salience of accent does not necessarily imply ingroup bias. Indeed, Park and Judd (2005) reviewed the relationship between categorization and ingroup bias and argued that although categorization under some circumstances may lead to bias, an increase in the strength of category boundaries is not necessarily associated with an increase in ingroup bias (refer also to Costa-Lopes, Pereira, & Judd, 2014) . Although the question remains unresolved, we believe that consideration of the role played by prejudice on the influence of accent on discrimination could help to resolve this issue. Specifically, we propose the hypothesis that accent can be innocuous in motivating discriminatory behaviour in non-prejudiced individuals but can have a pervasive influence on the behaviour of highly prejudiced persons.
Nevertheless, because discrimination is discouraged by the anti-prejudice norm (Dovidio & Gaertner, 2000) , even more prejudiced individuals need to engage in a legitimizing process in order to discriminate and they do so by using a seemingly unprejudiced justification (e.g., Gaertner & Dovidio, 2005) . Indeed, research on the legitimation of social inequality (refer to Costa-Lopes, Dovidio, Pereira, & Jost, 2013 for a review) suggests that individuals need to legitimize their discriminatory behaviour because this resolves the psychological conflict between two contrasting motives: one that promotes prejudiced attitudes and another that promotes behaviours guided by egalitarian and fair justice motives (e.g., Lima-Nunes, Pereira, & Correia, 2013) . This possibility highlights the specific role played by different aspects of accent in discrimination against minority groups, which is an under-explored avenue of research. What we propose is that more prejudiced individuals discriminate against a target with a nonstandard accent because they use information about accents as a legitimizing mechanism for discriminating against non-standard speakers.
The Legitimizing Role of Accent on Discrimination
Prejudiced individuals can use information provided by accents in many different ways to legitimize discriminating against non-standard speakers. For instance, because accent reveals target group membership, stereotypes associated with the speaker's group can justify ingroup bias (Allport, 1954; Tajfel, 1984; Yzerbyt, Rocher, & Schadron, 1997) . As stated by Operario and Fiske (2001) , stereotypes are consequences of the more general process of categorization. The Stereotype Content Model (Fiske, Cuddy, Glick, & Xu, 2002) argues that stereotypes are captured by two universal dimensions (warmth and competence) and that these dimensions are predicted by two variables long identified as important in intergroup relations-status and competition. Warmth is the perception that members of the group are tolerant, warm, good natured, and sincere, while competence is the perception that members of the group are competent, confident, independent, competitive, and intelligent. The greater attribution of warmth and the lesser attribution of competence stereotypes to characterize immigrants can be used by individuals when making decisions in critical social situations (Fiske et al., 2002; Lee & Fiske, 2006) . In fact, warmth-competence stereotype content shows up in situations involving language skills (e.g., Yzerbyt, Provost, & Corneille, 2005) : people with non-standard accents (e.g., Scottish accents in UK and Chicano accents in the USA) are perceived to be less competent but simultaneously friendly (Bradac, 1990; Ruscher, 2001 ). This information can be pivotal when a manager needs to make decisions about hiring applicants for a job. In addition to the role played by accent in stereotyping, accent provides further information about people, legitimatizing discrimination against them. Individuals evaluate the extent to which the quality of an accent conforms to socially more desirable standards of speaking. Accordingly, the way a person speaks can be used as a basis for making arbitrary evaluations and, unlike many other forms of discrimination, is commonly accepted and perceived as legitimate by society (Gluszek & Dovidio, 2010) . For instance, Ng (2007) argues that accent justifies discrimination because the perceived quality of a group's language provides a legal justification for preferential treatment over other linguistic groups, 'making it seemingly rational on the grounds that a particular language competence is necessary for becoming a bona fide citizen, for performing well in the job, or for benefiting from university education' (p. 108). In addition, Lippi-Green (1997) states that individuals feel no compunctions about language-based discrimination because they act as if accents were a litmus test for exclusion, an excuse to turn away, to refuse to recognize the other. In this sense, an individual's perception of the quality of a target's accent might function as a justifiable reason for discriminating against this target in a way that allows the individual to see his/her behaviour as correct and legitimate.
Examples of this kind of discrimination can be found in recent research into how speakers with non-standard accents are disadvantaged in the workplace (Hosoda & Stone-Romero, 2010; Huang, Frideger, & Pearce, 2013) . In a survey of 26 out of 27 European Union countries, 34% of a representative sample of respondents believed that a job applicant's way of speaking (principally accent) would put him or her at a disadvantage compared with an equally qualified, non-accented candidate. Among managers in a position to hire, this figure rose to 45% (European Commission, 2008) . These results can be explained by the fact that prejudiced attitudes affect behaviour and decisions in both conscious and unconscious ways (Devine, 1989; Dovidio, 2001) , by allowing employers to decide whether having an accent constitutes a communicative impairment.
According to our rationale, prejudiced individuals are more sensitive to social categories made salient by the accent of a speaker. Subsequently, they are likely to perceive the quality of a non-standard accent to be lower than that of a standard one and will then consider it legitimate to hire a native speaker rather than an immigrant for a particular job. We argue, thus, that only more prejudiced individuals will discriminate against a speaker on the basis of his/her immigrant accent (vs. a native one) because they are more motivated to perceive the quality of an accent as a justifiable reason for not hiring a candidate who speaks with a non-standard accent.
In summary, in this paper we propose that individuals speaking with non-standard accents will trigger discrimination against themselves in highly prejudiced people. This means that prejudice moderates the influence of speakers' accent on discrimination against them; that is, the effect of accent is motivated by prejudice. Moreover, we argue that the assessment of accents works as a legitimizing mechanism for discrimination in that the assessment of non-standard accents as being worse than standard accents is perceived as a legitimate reason for discrimination against immigrants. Accordingly, this implies that assessment of accents should function as a mediator of the influence that the perception of immigrant versus native accents has in discrimination against immigrants. So if the psychological process occurs in this way, it means that a mediated moderation exists in the sense that accent discrimination occurs only in prejudiced individuals, but even prejudiced individuals need to legitimize discrimination, so the assessment of accent functions as a mediator of the process.
Overview of Studies
Through three studies, we examined how an immigrant versus native accent influences discrimination against immigrants and whether the perceived quality of an accent plays a legitimizing role in this discrimination in Portugal. These studies were conducted with a decision-making scenario used in recruiting candidates for a job. We chose Brazilian immigrants as our target group for two reasons. First, it is the largest immigrant community that is legally resident in Portugal. Second, although Brazilian immigrants speak the same language as native Portuguese nationals, Brazilian and European Portuguese accents are easily distinguishable by listeners.
First, we conducted a pilot study to test whether a candidate's accent is perceived as a legitimate reason for not hiring an immigrant who applied for a job. Then, in Study 1 we tested the hypothesis that accent influences discrimination against immigrants and that this influence is moderated by prejudice. In Study 2, we replicated and extended the previous study by testing the hypothesis that the influence of an accent in activating discrimination in more prejudiced individuals is mediated by the perceived quality of the accent. In Study 3, we replicated the mediated-moderation effect and went further, by demonstrating the influence of the targets' accents in discrimination even after taking into account stereotypes about the targets.
Pilot Study
The aim of this study was to test the hypothesis that using information about accents to decide in favour of an ingroup target by discriminating against an immigrant is perceived as more legitimate than a decision that does not take the target's accent into account. The subjects were 27 female and 10 male Portuguese university students (M age = 20.4, SD = 3.75), who were randomly allocated to one of two conditions (decision based on candidate's accent versus not based on candidate's accent). The participants read a text in which a director of human resources required help to choose between one of two candidates for a job. The only difference between the two candidates was that one of them spoke with a Brazilian accent. Thus, the director decided to choose the candidate speaking with a native accent. We defined a 'Brazilian accent' as the accent of a Brazilian man who lives and looks for a job in Portugal, not a Brazilian tourist. It is important to distinguish these two target groups. While Brazilian tourists typically are not familiar with the way of speaking Portuguese in Portugal, Brazilian immigrants already have some contact with the manner of speaking in Portugal and therefore try to use local colloquialisms. This characterize them as specific targets, different from tourists who do not represent a threat to the status of the ingroup. The goal here is to analyse what people think of this particular group (i.e., Brazilian immigrants) and not Brazilians in general. Specifically, the text used was as follows:
A reputed company invited candidates to apply for a series of jobs in business consulting and initiated a process of recruitment and selection. The company's director of human resources received five applications. After a detailed analysis of the candidates' CVs, the director selected the two best candidates for a telephone interview. During the interview, the director failed to notice any significant differences between the two candidates, except that one of them spoke with a Brazilian accent.
In both experimental conditions, we presented a justification for the director's behaviour, but in one of them we used the candidate's accent for justification and in the other condition we did not mention the accent. In the condition of deciding mentioning the candidate's accent, the participants read that 'the director decided to hire the candidate speaking with a European Portuguese accent because he thought that he/she best fit the role to be performed at the company, which is to interact with customers who consider the accent of the Portuguese spoken in Portugal more understandable and correct'. In the condition of deciding without mentioning the candidate's accent, the participants read that the director decided to hire the Portuguese candidate because after listening to the candidates he dispelled any questions that he might have about what would be the best choice. After reading the text, the participants answered a 7-point measure-of-legitimacy questionnaire evaluating whether the decision to select the Portuguese candidate was correct, appropriate, necessary, and legitimate. A mean score of these items was created (α = .92).
We hypothesized that if accent is perceived as a legitimate reason for discrimination, the participants should evaluate the decision to hire the Portuguese candidate as more legitimate, correct, appropriate, and necessary in the 'mentioning accent condition' than in the 'non-mentioning accent condition'. A t-test for independent samples showed that the participants judged as more legitimate the hiring decision in the mentioning accent condition (M = 4.30, SD = 1.31) than in the non-mentioning accent condition (M = 3.25, SD = 1.18), t(35) = À2.56, p = .015. In addition, we compared the means obtained in each condition with the midpoint of the scale and found that in the control condition (non-mentioning accent condition), discrimination was clearly not legitimate because the mean was significantly below the midpoint, t(16) = À2.62, p = .018. In contrast, in the experimental condition it was above the midpoint, but this difference was not significant, t(19) = 1.02, p = .320.
Thus, the data gathered in this pilot study support our hypothesis that accent is perceived as a legitimate reason for favouring ingroup rather than outgroup speakers.
Study 1
The pilot study showed that information about the target's accent is perceived as a fair and legitimate reason to discriminate. This study aimed to go further, by testing the hypothesis that discrimination against nonnative speakers is influenced by the target's accent only in individuals who hold prejudiced attitudes against that social category activated by the speaker's accent. In this sense, we proposed that the target's accent (native vs. non-native) will influence discrimination in more-prejudiced individuals but not in lessprejudiced ones. The participants were invited to engage in an online study conducted using a decisionmaking scenario used in recruiting candidates for a job. We presented five CVs and then stated that only two candidates had been selected for interview. In the next section we said that the participants would listen to an excerpt from an interview with one of the candidates. We manipulated the candidates' accents, which were either European or Brazilian Portuguese. The participants then indicated the extent to which each applicant should be hired (discrimination measure). According to our rationale, only individuals highly prejudiced against Brazilian immigrants would use the target's accent in their decision about hiring; that is, the target speaking with a Brazilian immigrant accent will be hired less often than the target speaking with a Portuguese accent, indicating discrimination against the Brazilian immigrant based on his accent. Otherwise, for low-prejudiced individuals, there will be no difference in hiring the Portuguese or the Brazilian candidate, indicating absence of discrimination.
Method
Participants and Design. Seventy-one Portuguese university students participated in this study (M age = 21.8, SD = 4.27; 34 male and 37 female). The participants were randomly allocated to one of two conditions (Portuguese accent vs. Brazilian accent) in a between-subject single-factor design; 35 participants evaluated the Brazilian candidate and 36 participants evaluated the Portuguese candidate.
Accent Manipulation. All participants heard a 23-second excerpt from a job interview in which the candidate introduced himself. Both conditions had the same text and duration, the only difference being the target's accent, which was recorded either by a native Portuguese man or a native Brazilian man. The excerpt spoken by the targets was as follows:
I am applying for the position of business consultant in the area of telecommunications and information technology. I have a degree in management. I have three years' experience in this area and recently completed a postgraduate degree in business administration. I am also available to work full time in the offices of Amoreiras, Saldanha, and Parque Expo.
Discrimination measure. We operationalized discrimination by asking the participants to 'consider the information that you have about the candidate. If you were the manager of the company, what is the likelihood of your hiring the candidate?' The participants chose answers from a 4-point scale varying from 1 (not at all likely) to 4 (very likely).
Prejudice Measure. We measured prejudice against Brazilian immigrants by using six items from the Portuguese version of the blatant and subtle prejudice scale Pettigrew & Meertens, 1995; Vala, Lopes, & Lima, 2008) . We selected the best six items having as a criterion those with the highest factor loadings in the study by Lima-Nunes et al. (2013) of prejudice and discrimination against Brazilian immigrants (e.g., 'Brazilian immigrants come from less able races and this explains why they are not as well off as most Portuguese people' and 'Compared with the Portuguese people, Brazilian immigrants are very different in the language that they speak'). The participants indicated the extent to which they agreed with each statement on a 7-point scale varying from 1 (totally disagree) to 7 (totally agree). The scores were submitted to an exploratory factor analysis (using the principal axis factoring method of extraction), which revealed only one factor that explained 34.52% of the variance (eigenvalue = 2.07; factor loadings from .38 to .69; α = .72). We compared the mean prejudice scores between the two experimental conditions. A t-test for independent samples showed that there was no significant difference between participants who heard the Brazilian accent (M = 2.20; SD = 0.80) and those who heard the Portuguese accent (M = 2.18; SD = 0.99), t(67) = 0.09, p = .928.
Manipulation Check. At the end of the procedure, we asked the participants to indicate the candidate's accent. Only one participant answered this question incorrectly. As a result, he was excluded from the analysis and the final sample was therefore 71 students.
Results
We regressed discrimination on the accent (Portuguese vs. Brazilian), prejudice, and the interaction term. The results showed a reliable main effect of accent, b = .37, t(67) = 2.21, p = .031, η 2 p = .26. Importantly, this effect was qualified by a reliable interaction between prejudice and accent, b = .51, t(67) = 2.67, p = .010, η 2 p = .31. This means that prejudice moderates the influence of accent on discrimination. As can be seen in Figure 1a , low-prejudice participants (À1.0 SD below the prejudice mean) were equally likely to hire the Portuguese (M = 2.97, SD = 0.16) and the Brazilian (M = 3.06, SD = 0.18) candidate, t(67) = 0.37, p = .714. However, when prejudice was high (+1 SD above the prejudice mean), the probability of hiring the Portuguese candidate (M = 3.25, SD = 0.16) was greater than the probability of hiring the Brazilian candidate (M = 2.43, SD = 0.18), t(67) = 3.46, p = .001. This means that listening to the target's accent had an influence on discrimination only in participants who were more prejudiced against Brazilian immigrants.
Discussion
This study provides the first experimental evidence that listening to a target's accent (native vs. immigrant) influences discrimination against this target, with this influence being moderated by prejudice. This result supports our first hypothesis, according to which only prejudiced individuals should be more likely to use information about targets' accents when making a decision about hiring candidates for a job, even when these candidates have the same professional experience. This means that accent leads to discrimination only in individuals who already have negative attitudes about a target's membership group. According to our rationale, this occurs because individuals engage in a legitimizing process in which the perception of the quality of an accent plays a central role. The next study addresses this hypothesis.
Study 2
This study intended to replicate Study 1 and go further by analysing how information about accents leads to discrimination in highly prejudiced individuals. As in the previous study, the participants were invited to take part in an online study conducted using a decisionmaking scenario used in recruiting candidates for a job. Once again, we manipulated the candidates' accents, which were either European or Brazilian Portuguese. The participants then answered a measure-of-accent assessment and indicated the probability of their hiring the candidate (discrimination measure). We predicted that hearing a target accent (native vs. immigrant) influences discrimination against this target only in highly prejudiced individuals. Considering that the perception of accent quality is a legitimizing factor of discrimination, then this perception should work as a mediator of the accent influence in the discrimination, process similar to that seen in previous studies (e.g., Lima-Nunes et al., 2013, Study 1). According to our rationale, and based on the results of the pilot study showing that discrimination based on accent is perceived as legitimate, the influence of accent on the hiring decision should be mediated by an assessment of the candidate's accent, because accents trigger a process of legitimation that is needed to justify the decision to hire a member of the ingroup.
Method
Participants and Design. One hundred and twenty-nine Portuguese university students participated in this study. However, five participants missed the manipulation check, so the final sample was 124 students (M age = 23.7, SD = 4.83; 60 male and 64 female). The participants were randomly allocated to one of two conditions (Portuguese accent vs. Brazilian accent) of a between-subject single-factor design.
Accent Manipulation. The content of the manipulation was the same as that used in Study 1. Thus, the participants were exposed to and evaluated one of the two candidates, this presentation being fully randomized.
Assessment of Accent Measure. We developed a 12-item measure to assess the candidate's accent (e.g., 'understandable', 'sounds good', 'correct', 'ugly', and 'nice'). The participants indicated the extent to which each of the adjectives described the speech that they had just heard using a 7-point scale (1 = not at all; 7 = a lot). The scores were submitted to exploratory factor analysis (using the principal axis factoring method of extraction), which revealed only one factor that explained 32.39% of the variance (eigenvalue = 3.89; factor loadings from .32 to .93). Three items were excluded because they had low factor loadings (under .30). Reliability analysis indicated that this scale had good internal consistency (α = .84).
Discrimination Measure. The measure was the same used in the previous study, in which participants indicated the probability of their hiring each candidate on a 4-point scale varying from 1 (not at all likely) to 4 ( very likely).
Manipulation Checks. We used the same manipulation check as in the previous study. Five participants did not answer this question correctly and were excluded from the analysis.
Prejudice Measure. The measure consisted of the same six items from the Portuguese version of the blatant and subtle prejudice against Brazilian immigrants scale used in a previous study (α = .72). We compared the mean scores of prejudice between the two conditions of the experiment. A t-test for independent samples showed that there was no significant difference between participants who heard the Brazilian accent (M = 2.26; SD = 0.85) and those who heard the Portuguese accent (M = 2.22; SD = 1.05), t(72) = 0.16, p = .874.
Results
We used a multiple-regression approach (Baron & Kenny, 1986) to test whether the influence of accent on discrimination is moderated by prejudice and mediated by the assessment of the accent in question. For this purpose, we estimated three regression models. The parameters estimated for the three steps are shown in Table 1 .
In the first model, we regressed discrimination on accent, prejudice, and the interaction term. The results showed a reliable main effect of accent. Importantly, the interaction between prejudice and accent predicted discrimination. This means that our first hypothesis that prejudice moderates the relationship between accent and discrimination was corroborated. As can be seen in Figure 1b , low-prejudice participants (À1.0 SD below the prejudice mean) were equally likely to hire the Portuguese (M = 2.86, SD = 0.11) and the Brazilian (M = 2.80, SD = 0.11) candidate, t(120) = 0.37, p = .714. However, in participants with high prejudice (+1 SD above the prejudice mean), the Portuguese candidate (M = 2.98, SD = 0.11) was more likely to be hired than the Brazilian one (M = 2.35, SD = 0.10), t(120) = 4.20, p < .001. This means that the accent had an influence on discrimination only in participants who were more prejudiced against Brazilian immigrants.
In the second model, we regressed the assessment of accent on prejudice, accent, and the interaction term. The results indicated that accent has a reliable effect on the assessment of accent, demonstrating that the Portuguese accent (M = 4.80, SD = 0.11) is more positively evaluated than the Brazilian accent (M = 4.39, SD = 0.11), t(120) = 2.63, p = .010. Importantly, this effect is moderated by prejudice in such a way that lowprejudice participants (À1.0 SD below the prejudice mean) showed no difference in the way they assessed the Portuguese accent (M = 4.67, SD = 0.16) and the Brazilian accent (M = 4.60, SD = 0.16), t(120) = 0.32, p = .745. However, high-prejudice participants (+1 SD above the prejudice mean) assessed the Portuguese accent more positively (M = 4.94, SD = 0.16) than the Brazilian accent (M = 4.19, SD = 0.15), t(120) = 3.37, p = .001. This means that only individuals with more negative attitudes against Brazilian immigrants perceive Table 1 . Parameters estimated according to regression models used in analysis of the role of assessment of accent in the influence of accent on discrimination
Criterion variables
Step 1: D
Step 2: AA
Step 3: D the quality of a Portuguese accent as better than a Brazilian one. In the third model, we added the assessment of accent and its interaction with prejudice to predict discrimination. The results indicated that the effect of the assessment of accent on discrimination was significant. The interaction effect between accent and prejudice declined substantially and was no longer significant. This result indicates that the relationship between accent and discrimination, besides being moderated by prejudice, is mediated by the assessment of the target's accent. The mediation effect was reliable with 5000 bias corrected resamples from bootstrapping (indirect effect = 0.16; 95%CI: 0.04 to 0.31). To estimate the confidence intervals through bootstrapping, we used structural equation modelling with AMOS for Windows. In the Hayes PROCESS, this procedure is equivalent to model 59 (Hayes, 2013) .
In order to interpret this mediated-moderation, we analysed the effect of accent on discrimination against the Brazilian candidate by taking into account different levels of prejudice. Specifically, we broke down the mediating effect of assessment of accent into participants with a low prejudice (i.e., those with À1.0 SD below the prejudice mean) and those with a high prejudice (i.e., those with +1.0 SD above the prejudice mean). As Figure 2a shows, for participants with higher levels of prejudice, the effect of accent on discrimination was mediated by the assessment of the accent (indirect effect = 0.29; 95%CI: 0.08 to 0.54 with 5000 bias corrected resamples through bootstrapping). In other words, for highly prejudiced individuals, the accent of a candidate speaking European Portuguese is better evaluated than that of a candidate speaking Brazilian Portuguese, which in turn leads to the Portuguese candidate being hired instead of the Brazilian candidate. For participants with lower levels of prejudice, accent predicted neither discrimination nor the assessment of accent (indirect effect = À0.10; 95%CI: À0.29 to 0.05).
Discussion
This study reinforces evidence that the target accent triggers discrimination against this target, which supports our first hypothesis. In fact, the results replicate the previous study, showing that a candidate with a Portuguese accent is significantly more likely to be hired than one having a Brazilian accent, by more prejudiced participants but not by less prejudiced ones.
Importantly, confirming our second hypothesis, the results showed that the influence of accent on discrimination is mediated by individual perception of the quality of the accent concerned. This means that the assessment of an accent's quality can be the psychological mechanism that underlies the influence of accent on discrimination. In other words, in assessing a speaker's accent, prejudiced individuals tend to evaluate the ingroup accent more positively in a manner that legitimates their decision, which was made in a context of intergroup discrimination.
Despite providing evidence for our hypotheses, the findings would be stronger if we had given the participants the opportunity to hear both candidates and then decide which one to hire. Moreover, stronger evidence for the role played by accent quality would have been obtained if we had controlled for the effect of stereotyping, because the accent effect can be confounded with the way individuals use warmth and competence stereotypes when evaluating standard and non-standard accent speakers (e.g., Yzerbyt et al., 2005) . To overcome these limitations, we carried out a third study with a within-subject design.
Study 3
This study intended to replicate the previous ones by using a within-subject design where accent leads to discrimination, with this influence being moderated by prejudice and mediated by assessment of the candidate's accent. Moreover, we measured warmth and competence stereotypes to test the mediating role of accent quality even after controlling for the effect of stereotyping. As in the previous study, the participants were invited to take part in an online study conducted using a decision-making scenario used in recruiting candidates for a job. They first heard one of two recorded excerpts of a job interview. Next, they answered questions designed to assess the accent, attributed scores to the candidate's warmth and competence, and indicated the probability of their hiring the candidate (discrimination measure). Then, the participants heard the other recording and answered the questions again for the other candidate. At the end, the participants answered the prejudice questionnaire. We hypothesized that accent influences discrimination in highly prejudiced participants. Importantly, if the influence of accent is because of participants' perception of the features of the target's accent, this influence should be mediated by the perception of the accent's quality. Instead, if the influence of accent is motivated by stereotyping, this influence should be mediated by the greater attribution of warmth stereotypes to the Brazilian than to the Portuguese target and lesser attribution of competence stereotypes to the Brazilian than to the Portuguese target, because Brazilians are perceived having low status and forming an uncompetitive outgroup (Lima-Nunes, 2013).
Method
Participants and Design. One hundred and five Portuguese university students participated in this study (M age = 24.1, SD = 4.37; 58 male and 47 female). This experiment consisted of a single factor (Portuguese accent vs. Brazilian accent) within-subject design.
Accent Manipulation. The content of the manipulation was the same as that used in Studies 1 and 2. However, because we used a within-subject design, the participants were exposed to and evaluated one candidate and then were exposed to and evaluated the other candidate, this presentation being fully randomized.
Assessment of Accent Measure. The measure was the assessment of the candidates' accents that was used in a previous study (α = .85 for Portuguese accent and α = .89 for Brazilian accent).
Stereotype Measure. We used the competence and warmth stereotypes (Fiske et al., 2002) to measure Brazilian and Portuguese stereotypes. We asked the participants to indicate the extent to which the candidates presented each of seven traits, using a 7-point scale (1 = not at all; 7 = a lot). We submitted the scores to two exploratory factor analyses (using the principal axis factoring method of extraction) with varimax rotation. For the Portuguese stereotypes, the results revealed two factors that explained 49.98% of the variance (eigenvalues = 2.09 and 1.90) for competence stereotype factor loadings from .58 (competitive) to .68 (independent), α = .73 and warmth stereotypes from .55 (trustworthy) to .80 (warm), α = .77. For the Brazilian stereotypes, the results also revealed two factors that explained 50.70% of the variance (eigenvalues = 2.52 and 1.53) for competence stereotype factor loadings from .34 (competent) to .72 (competitive), α = .76 and warmth stereotypes from .45 (warm) to .82 (trustworthy), α = .78.
Discrimination Measure. We used the same measure employed in the previous studies; that is, the participants indicated the probability of their hiring each candidate on a 4-point scale varying from 1 (not at all likely) to 4 (very likely).
Prejudice Measure. The measure consisted of the same six items from the Portuguese version of the blatant and subtle prejudice scale used in the previous studies (α = .79).
Results
We expected that the influence of accent on the probability of the candidates being hired would be moderated by prejudice. That is, the Portuguese candidate would be more likely to be hired than the Brazilian candidate, but only by more prejudiced participants. Moreover, we predicted that this moderation would be mediated by the assessment of the candidate's accent, even when taking into account the role played by the warmth and competence stereotypes attributed to the targets. To test these hypotheses, we estimated a mediated-moderation model in a within-subject design. In line with the suggestions of Judd, Kenny and McClelland (2001) , we used difference scores to represent the within subjecteffect of the target on discrimination (i.e., the dependent variable), the assessment of the candidate's accent, and the warmth and competence stereotypes (i.e., the mediators) in multiple regression analyses. In this sense, we estimated four regression models. The parameters estimated for the three steps are shown in Table 2 .
In the first model, we regressed the difference scores for discrimination (D) on prejudice. In this model, the intercept represents the main effect of the targets' accents on discrimination, while the prejudice effect represents the two-way interaction between accent and prejudice. As predicted, the results showed that the accent per se was not sufficient for discrimination to take place. However, the effect of prejudice was reliable and indicated that prejudice moderates the influence of accent on discrimination. As can be seen in Figure 1c , low-prejudice participants (À1 SD from prejudice mean) were just as likely to hire the Portuguese candidate (M = 2.72, SD = 0.09) as the Brazilian one (M = 2.83, SD = 0.09), t(102) = À0.98, p = .331. However, when prejudice was high (+1 SD from prejudice mean), the probability of hiring the Portuguese candidate (M = 2.72, SD = 0.09) was greater than the probability of hiring the Brazilian candidate (M = 2.44, SD = 0.09), t(102) = 2.50 p = .014. As in Studies 1 and 2, this means that the targets' accents influenced discrimination only in participants who were more prejudiced against Brazilian immigrants.
In the second model, we regressed the difference scores of the mediators (AA, CS, and WS) on prejudice. In this model, the intercept represents the mean difference between the experimental conditions used in assessing accent and competence and warmth stereotypes. The results indicated that accent has a reliable effect only in assessing accent and warmth stereotypes. That is, the Portuguese candidate was judged to have a better accent (M = 4.59, SD = 0.83) than the Brazilian candidate (M = 4.36, SD = 0.97), but the Brazilian immigrant was evaluated as being warmer (M = 4.37, SD = 0.77) than the Portuguese candidate (M = 4.12, SD = 0.77).
In the last model, we regressed discrimination on prejudice, on the difference scores of the mediators, and on the interaction terms. The results indicated that only the assessment of accent predicted discrimination as this was the only mediating variable in the process according to 5000 bias corrected resamples obtained by bootstrapping (indirect effect = 0.04; 95%CI: 0.01 to 0.10), even when controlling for warmth and competence. To estimate the confidence intervals through bootstrapping, we used structural equation modelling with AMOS for Windows. There is no equivalent model for this mediated moderation in the within-subject design in the Hayes PROCESS (Hayes, 2013) . Moreover, the effect of prejudice decreased substantially and was no longer significant, which indicates that assessment of accent mediates the role played by prejudice in the relation between accent and discrimination.
In order to interpret this mediated moderation, as in the previous study, we analysed the effect of accent on discrimination against immigrants by taking into account different levels of prejudice. Specifically, we broke down the mediating effect of assessment of accent into low-prejudice participants (i.e., those with À1.0 SD below the prejudice mean) and high-prejudice participants (i.e., those with +1.0 SD above the prejudice mean). As Figure 2b shows, for participants with higher levels of prejudice, the effect of accent on discrimination was mediated by the assessment of accent (indirect effect = 0.08; 95%CI: 0.01 to 0.25). In other words, being highly prejudiced significantly predicted a better evaluation of the Portuguese accent than the Brazilian accent, which in turn led to the Portuguese candidate to be hired more than the Brazilian one. For participants with lower levels of prejudice, the candidate's accent predicted neither discrimination nor the assessment of accent (indirect effect = 0.00; 95%CI: À0.07 to 0.06).
Discussion
The main effect of accent we found in the two previous studies did not arise in this one. We think this is because of the within-subject experimental design used here. Indeed, participants had the opportunity to compare the two candidates for the job, and thus, it is very likely that the comparison aroused anti-prejudiced concerns that motivated the reduction in accent strength. However, the pattern is a strong test for our prediction according to which the influence of accent on discrimination is moderated by prejudice and mediated by assessment of accent. Using a different design, results demonstrated that targets' accents influenced discrimination only when prejudice was high and this influence was Step 1: D
Step 2:
Step 3 mediated by the assessment of the target's accent. The effect occurred independently of stereotyping about the target. Although accent predicted warmth stereotypes, in the sense that the participants attributed more warmth stereotypes to the Brazilian candidate than to the Portuguese one, which corroborates other research (Edwards, 1982; Fuertes et al., 2012) , these stereotypes did not mediate the influence of accent on discrimination against immigrants.
General Discussion
We analysed the influence of accent on discrimination against immigrants. Study 1 explored the role of prejudice in this influence and revealed that listening to an immigrant's accent led to discrimination against this immigrant only in the case of the more prejudiced participants. The question that arises here is whether the mere fact of an accent being perceived as native versus nonnative is sufficient to lead to discrimination against the non-native speaker. Indeed, in people with low levels of prejudice, accent does not lead to discrimination against the immigrant. Importantly, this pattern of results was replicated in Studies 2 and 3. The mediating role played by the assessment of accent, as demonstrated in Study 2 and replicated in Study 3, follows and extends the results of previous studies, demonstrating the importance of legitimizing factors to understand discrimination (Pereira, Vala, & Leyens, 2009; Pereira, Vala, & Costa-Lopes, 2010) . One of the innovative aspects of this research programme is demonstrating that the evaluation that people make about the accent of a target group assumes this role in legitimizing prejudiced individuals. In accordance with our predictions, for more prejudiced individuals, information about accent is an important criterion when they make hiring decisions for job candidates; insofar, this decision is mediated by assessment of the quality of the target's accent. Our rationale is that the assessment of a speaker's accent is perceived as a non-prejudiced way of justifying discriminatory behaviour, as we found in the pilot study. While it is morally and ethically unacceptable to use information about race or ethnicity to discriminate (Lippi-Green, 1997), evaluating the way that a person speaks is commonly accepted and perceived as legitimate in society (Gluszek & Dovidio, 2010; Ng, 2007) .
Theoretical Implications
In current day globalized societies where immigrants are competing with nationals for jobs, the study of hiring discrimination has high social relevance. Indeed, accent is one of the key markers differentiating immigrants from the national majority. Studying the accent effect has practical implications for social psychologists not only because it provides insights about the dynamics of intergroup relations involving linguistic skills but also because it is useful for planning intervention in several social situations, especially in the labourmarket context. The current research programme goes beyond the implications of the applied effect of speakers' accent, because it also contributes to theorizing and research on intergroup discrimination in at least three ways: (i) it sheds light on literature about the accent effect because it shows experimental evidence for the influence of accent on actual discrimination against immigrants; (ii) it suggests that accent per se is not enough to trigger discrimination because the accent effect would depend on negative attitudes that individuals have about the target groups; and (iii) it highlights the legitimizing role played by accent in social inequality.
In fact, this paper contributes to a better understanding of the role played by categorization in intergroup discrimination (Park & Judd, 2005) because it shows experimentally that the accessibility of social categories per se is not sufficient to lead to discrimination and that this pervasive effect occurs only in individuals who have negative attitudes toward the target group. We show that accents are really linked to categorization and that this categorization then triggers negative evaluations about targets (Fuertes et al., 2012; Rakić et al., 2011) and leads to discrimination against them, specifically immigrants with different accents. Our research goes further and shows in Study 3 that the psychological mechanism that explains the influence of accent on discrimination is, in fact, the assessment of the quality of the target's accent even after controlling for the effect of stereotyping.
We also believe that this paper contributes to the study of processes by which social inequalities are legitimated (Costa-Lopes et al., 2013) , as it reveals a new, seemingly unprejudiced argument that is capable of legitimizing discrimination (Pereira et al., 2010) . Indeed, perceiving the quality of an accent to be legitimate information in deciding in favour of a native candidate is in line with social psychology research and theory, which reveals that prejudice and discrimination persist because individuals have developed indirect ways and legitimated forms of discrimination (e.g., Crandall & Eshleman, 2003; Dovidio & Gaertner, 2004; Sidanius & Pratto, 1999) . Moreover, as pointed out by Pereira et al. (2009) , the relationship between prejudice and discrimination needs to be legitimized because individuals' self-concepts hold internalized egalitarian justice principles that require them to have good reasons to discriminate. This paper shows that the assessment of the way a person speaks can work as a strong argument to justify discrimination.
Limitations and Further Directions
Although the results reported here support our hypotheses, these studies have some important limitations. Although contributing to the field of accent research by experimentally demonstrating the prejudiced-based accent effect on actual discrimination, we did not manipulate prejudice. The observational nature of the role played by prejudice on accent effect weakens the evidence in support the idea that discrimination against non-standard speakers is motivated by prejudice. We think that further research can improve the evidence for this hypothesis by manipulating not only the accent but also prejudice. In addition, our predictions clearly posit that accent influences only individuals who already have prejudiced attitudes against targets' social category, but does not provide insight about the accent effect on individuals' prejudiced attitudes. Future research can better investigate this issue by testing the role played by accent on factors known to directly influence prejudice, such as intergroup contact and the quality of this contact.
Despite these limitations, the research presented here shows strong evidence that accent influences discrimination only in more prejudiced people. Furthermore, this effect is mediated by assessment of the target's accent in the sense that the participants tend to evaluate the ingroup accent more positively as a way of justifying their discriminatory behaviour as legitimate.
